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WHAT IS THE PERSONNEL POLICIES FORUM? 


The Editors of The Bureau of National Affairs have invited 196 represent. tices, new wrinkles and ideas, and cross-section opinion from these top-ranking 











ative personnel and industrial relations tives to b s of tives. 
the 1953 Panel of the PERSONNEL POLICIES FORUM. These Panel members re a Rs Cae 
are top personnel officials in all types of companies, large and small, in all In many cases, the ond tons ore rep 


in the words of the Panel mombers | themecives. In effect, survey users are 
sitting around a table with these executives and getting their advice and 
experience on the major problems in this field facing all companies this year. 


branches of tndustry and all sections of the country. 


At regular intervals throughout the year BNA editors ask the members of 
the Panel to outline their policies and procedures on some important aspect of Results of each PERSONNEL POLICIES FORUM survey made during 1953 
employment, industrial relations, and personne! problems. From these replies, are printed in ao special survey report which is sent, as part of the service, to 
the editors complete a survey report on the problem, showing prevailing prac- users of these BNA labor reports: 
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ne Co.; S.Lyle Graham, Philip 
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Jordan, Pennsylvania Salt Manufactur- 
in Co.; A, L. Prichard, Brown & 
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LOUISIANA~—W. J. Henry, Ethyl Corp.; 
Elmore E. Johnson, Cit-Con Oil Corp.; 
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Chemical Cups J.D. Kershner, Crown 
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INTRODUCTION 


How much personnel testing do companies engage in nowadays? Among companies 
represented on the Personnel Policies Forum, over three-fourths of all larger firms, and 
three-fifths of all smaller ones, carry on a testing program of some kind. In these larger 
companies such a program tends to be fairly complete, while the smaller companies are about 
evenly divided between those with full testing programs and those with limited testing. 





Nearly all Panel members, meanwhile, are agreed that testing is worthwhile. In com- 
panies which do carry on testing, this sentiment is almost unanimously expressed. Even in 
companies which do not engage in testing, a great many personnel executives uphold the value 


of testing. The almost universal feeling is that testing helps to ‘‘place the right worker in the 
right job.’’ 


A wide variety of tests, designed to measure such factors as intelligence, personality, 
aptitudes, achievement, proficiency, and interests are being used by management to appraise 
employees and applicants. In order to evaluate various facets of an individual’s total make-up, 
tests are often administered in batteries. This survey includes a number of typical test 
batteries which are given within broad employee groupings (such as office clerical or general 
factory), as well as batteries applied to specific job classifications (like driver, chemist, or 
electrician). Where Panel members have made an evaluation of specific standardized tests 
which they use, their comments have been incorporated in the survey. 


Most of the companies which do testing attempt to correlate test success with job 
success. In using standardized tests, many personnel executives use the published norms, 
but a larger number establish local norms -- that is, test performance scores peculiar to 
their own personnel. 


Since psychological tests are in many cases complex instruments requiring skilled 
handling, many companies employ a psychologist on a full time basis. Most of the remaining 
companies with testing programs either employ on a full time basis a person trained in 
advanced testing, or else retain an outside consultant for testing needs. 


How much does testing cost? Interestingly enough, most Panel members do not have 
an exact idea of what their testing costs are. Only a small portion of companies maintain 
cost studies of testing. Nevertheless, the overwhelming majority of personnel executives are 
satisfied that their testing programs are worth their cost. 
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As a group, personnel executives are well agreed that top management is favorably 
disposed toward personnel testing. Even in firms without a testing program, many Panel 
members (although not a majority) take this view. Panel members are less in agreement as 
to whether approval is accorded personnel testing by labor unions, but those who see a hostile 
reception of testing by unions are distinctly in the minority. And only a very small proportion 
of persons who undergo personnel tests show any resistance to them, in the estimation of 
personnel executives. 


In a final evaluation of testing, Panel members caution that while testing is an important 
tool in the selection process, it is only one of a number of selection techniques. Testing is not 
meant to be a panacea in personnel selection, but should be used only as a guide. 





(In the more detailed discussion which follows, ‘‘smaller’’ company refers to one with 
1,000 or less employees, while ‘‘larger’’ company refers to one with over 1,000 employees.) 


EXTENT OF TESTING 


Three out of every four larger companies (78 percent), and three out of every five 
smaller companies (61 percent), carry on a testing program of some kind, Panel members 
report. 


In larger companies, testing programs tend to be fairly complete and comprehensive; 
in 54 percent of all larger companies, testing generally consists of a number of standardized 
tests of different varieties, e.g., intelligence, aptitude, personality, interests, and trade pro- 
ficiency. In the remaining 24 percent of larger companies, the testing program is a limited 
one, involving as a rule only proficiency tests, tests of employees in but one department (such 
as office clerical), or a variety of tests administered in very small amounts or on an experi- 
mental basis. 


Smaller companies, meanwhile, go in for testing in a more limited way. Only 30 percent 
of all smaller companies carry on a full testing program, while a like number (31 percent) 
maintain a partial testing program. 


According to Panel members, no testing is carried on in 22 percent of larger companies 
and in 39 percent of smaller companies. It is quite likely, however, that personnel executives 
in these companies were thinking in terms of standardized tests when they stated that their 
companies have no testing programs. Undoubtedly a number of these firms do give home- 
made proficiency tests to applicants for certain jobs such as typist or stenographer. In addi- 
tion, skilled or semi-skilled factory applicants in a number of these companies in all likeli- 
hood are given some sort of performance test before being hired. The amount of testing which 
is actually being done, therefore, is doubtless greater than the above percentages would 
indicate. 


WHY A TESTING PROGRAM ? 


Since personnel testing is so widespread a practice, clearly personnel executives feel 
that testing is worthwhile. This conclusion is substantiated by the replies which members 
of the Personnel Policies Forum gave to the question: ‘‘In your opinion, is a personnel test- 
ing program worth its cost to a company?’’ In larger companies which conduct testing pro- 
grams, 97 percent of the Panel members who answered this question answered in the affirma- 
tive, while in smaller companies with testing programs 87 percent answered affirmatively. 





Even in companies which do not carry on testing programs, a great many personnel 
executives believe that testing is worth its cost. This attitude is held by Panel members in 
two-thirds of larger companies without testing, and in one-third of smaller companies which 
do not test. 
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Why is testing worthwhile? The answer to this query is given very succinctly by a 
personnel executive in a larger eastern company, who states: ‘‘The objective is to place 
the right worker in the right job. The comparatively small cost of testing can save much 
time, money, and discontent.’’ Almost all of the reasons which Panel members advance in 
favor of testing are merely variations on this theme. On the other hand, those comparatively 
few personnel executives who criticize testing do so on the grounds that the tests do not 


select the right worker, or--even if they do--select him by a method which is not the best or 
the most economical. 


The following comments are among those advanced by Panel members in favor of a 
testing program: 


We do not have 100 percent results, of course, but we have fewer terminations 
and more successes since using the testing procedure to supplement our selection 
interviews.--Personnel Manager, larger midwestern company. 

* * * 

Every company has a sizable investment in each of its employees. It therefore 
should make every effort to receive a maximum return by most effectively 
utilizing the skills of its personnel through proper selection and placement. An 
aptitude testing program, properly administered, makes a definite contribution to 
this objective at relatively low cost.-~-John Q. Jennings, Industrial Relations 
Department, The Singer Manufacturing Co., New York, N. Y. 

x x * 

Testing cuts training costs, prevents misplacement of personnel, assures a 
better quality of employees and if used properly allows the company to quickly 
adjust to the ups and downs in the labor market.--Vice President, larger eastern 
company. 

x * x 

From my personal knowledge and experience, it would appear that a limited 
program more than justifies its cost.--George H. Burrer, Personnel Manager, 
Greenfield Tap and Die Corporation, Greenfield, Mass. 

* * * 

The consensus of opinion here seems to be that testing has been an asset in 
choosing more qualified personnel, and, with the aid of the personality inventories, 
to avoid grouping people with clashing personalities.--Paul L. Davis, Personnel 
Administration Director, Piasecki Helicopter Corporation, Morton, Pa. 

* * * 

The record made by our test-selected employees indicates that the program 
is justifiable in that we are experiencing far fewer on-the-job failures than 
before we installed a testing program.-- Paul H. Bollinger, Industrial Relations 
Manager, The United States Time Corporation, Little Rock, Arkansas. 

x x x 

Testing has helped to improve employment procedures and has been quite 
effective in the proper placement of employees. It has helped to solve potential 
grievances particularly in regard to questions of proficiency of an individual.-- 
L. E. Jones, Personnel Relations Manager, Ozalid, Division of General Aniline 
& Film Corp., Johnson City, N. Y. 

* * * 

There are many factors that contribute to reducing personnel turnover, and 
in our particular operation we feel that testing contributes a great deal to our 
low turnover rate.-- Jordan D. Hill, Employee Relations Director, Standard Regis- 
ter Company, Dayton, Ohio. 

* * * 

Our program is extremely worth while because we feel that it eliminates in 
many instances individuals who would, after a period of time, be eliminated and 
would actually not be a success in their jobs -- not necessarily because of incom- 
petence, but because of personality structure. A poor personality in a supervisory 
position can cause unlimited damage. A $5000-a-year man is equivalent to a 
$50,000 piece of equipment on a ten-year write-off basis. A company would cer- 
tainly spend time and money to check such a piece of equipment before buying .-- 
Jerome A. Gottschalk, Director of Industrial and Public Relations, The Bingham~ 
Herbrand Corporation, Fremont, Ohio. 
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* * * 

It is the opinion of this company that a personnel testing program is certainly 
worth its cost to the company. The amount of money saved by reduced turnover 
alone pays for a reasonable test program many times over. In addition, the in- 
creased production and efficiency resulting from correct placement is immeasur- 
able.--B. M. Walter, Industrial Relations Director, Bendix Aviation Corp., 
Kansas City, Mo. 

* * * 

If turnover at all requires better selection devices, a well-established testing 
program will more than prove its worth from a cost standpoint.-- R. James Lotz, 
Jr., Personnel Director, Wyeth Laboratories, Inc., West Chester, Pa. 

* * * 

We believe that a testing program is a vital function of any management training 
course. Such a program greatly increases the correct selection of supervisory 
personnel.--Gerald F. Dent, Personnel Director, The Murray Manufacturing Co., 
Murray, Ky. 


Another advantage of carrying on a testing program is brought out in the following 
statement from Homer D. Swander, Assistant Vice President, Michigan Bell Telephone 
Company, Detroit, Michigan: 


Testing has a favorable Public Relations aspect in that rejects are more apt 
to feel that they were carefully and uniformly considered. 


While most Panel members express full approval of testing -- their only qualification 
being that tests must be properly used -- a number of personnel executives show a qualified 
enthusiasm for the use of personnel tests. Some of the limitations which they see in testing 
are brought out in the following comments: 


We are convinced that the use of psychological testing on factory production 
jobs requiring high finger, hand, or arm dexterity is a money saver. Testing for 
jobs having a low degree of dexterity involved is doubtful as experienced super- 
vision can usually spot dexterous individuals that can handle that level of work.-- 
Personnel Manager, smaller midwestern company. 

* * * 

Our future plans contemplate an expansion of our testing program. In the 
present tight labor market, however, we find it to be a problem securing a candi- 
date with minimum qualifications for a job opening rather than selecting from a 
group of candidates. While it is perhaps true that the extensive testing of the 
present supply of candidates would be of some use in establishing future test norms, 
we do not believe that the cost of a large program under present conditions could 
be justified by that function alone.--C. A. Wollenzin, Jr., Personnel Director, 

R. L. Polk & Co., Detroit, Michigan. 
* * * 

‘We have in mind the expansion of testing program at a later date when and if 
Management is able to be more selective in filling vacancies. At the moment with 
the high level of employment, it is so difficult to fill key jobs that the value of the 
test seems limited.--Vice President, larger southern company. 

* * * 

We have used tests in our pre-employment procedures for a great many years. 
We have only recently started using tests in the selection of potential supervisors. 
While our experience is favorable, so far, it is doubtful if the use of tests in this 
field becomes as widespread as in pre-employment.--Homer D. Swander, 
Assistant Vice President, Michigan Bell Telephone Co., Detroit, Michigan. 


Although testing programs as a whole are given a favorable evaluation by most Panel 
members, certain types of tests -- notably personality tests -- have come in for some 
skepticism from personnel executives. The following statements reflect this: 
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In my opinion it is necessary to distinguish first between what we might call 
objective tests as opposed to subjective tests. In the former category I would put 
such standard matter as tests for intelligence, aptitudes, job knowledge, and tech- 
nical competence; and I classify tests on personality, industriousness, leadership 
ability, and the like in the category of subjective tests. In my opinion no firm can 
afford to do without the best objective tests it can find. So far as the subjective 
tests are concerned, however, I have become more and more skeptical, and have 
about come to the conclusion that in most instances they are not worth the money 
they cost. There presumably is something immutable in the character of each 
applicant and there presumably should be some way of finding out what this is, but 
I have not seen it yet. One personality test we have used gave us diametrically 
opposite reports on the same person. We find that many of these personality tests 
are so cautious that practically everyone who is tested appears to be a poor risk 
for employment. And we have not yet seen a test that will forecast with any 
accuracy at all the inaustriousness, the reliability, or the sense of duty of the 
person tested.--Industrial Relations Manager, larger southern company. 

* * * 

I believe testing is worthwhile where the things measured are prime requisites 
for the position -- such as physical abilities, clerical aptitude, or specific mental 
knowledge. It becomes less worthwhile as the things measured become less 
tangible, as in interest and personality tests.--Gowan J. Miller, Industrial Relations 
Director, Engineering Research Associates, Division of Remington Rand, Inc., 

St. Paul, Minnesota. 
* * * 

One of our needs is a personality test which will give us an accurate analysis 
of personality in the job screening situation. In this situation, we feel that many 
applicants attempt to give the tests a favorable slant. Therefore the test should 
have some key questions to give a tipoff on the honesty of answers. It should be 
scored so as to give some statistical measurement based on norms and it should 
of necessity be as short as possible.--E. H. Christensen, Superintendent of 
Personnel, Allis-Chalmers Manufacturing Company, Cedar Rapids, Iowa. 

x x 

I believe direct testing of specific skills such as machine operation are manda- 
tory, but as yet I am nc* convinced that intelligence, aptitude, personality, and 
interest inventory tests are as yet accurate enough.--Personnel Director, smaller 

southern company. 


Finally, a relatively small number of personnel executives, for the most part in smaller 
companies, feel that in general a testing program is not worthwhile. Prohibitive cost is the 
primary reason advanced for this stand. 


Here are some comments by these Panel members: 


Our opinion is formed from study of the subject and not practical experience. 
Our conclusion as a result of these studies is that such a program is not worth 
the cost.--Personnel Manager, smaller western company. 

x aS x 

We think that in the case of a small company the cost of the tests is prohibitive 
unless the company can secure them from an outside source such as the Employ- 
ment Security Commission where these tests sometimes are available without cost 
to the company.--Vice President, smaller southern company. 

# * * 

Because of the size of our company it is our belief that personnel testing is 
unnecessary. Most of our opportunities are unskilled or semi-skilled. We have 
been successful in selecting through personal interviews the proper people to fill 
the positions based on their past experience.-~-Stuart H. Crawford, Personnel 
Director, Buxton, Inc., Springfield, Mass. 

mS x aS 

Our research has indicated that in our present operation, testing would have 

several disadvantages, including: (1) cost of the program (2) time consuming nature 
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of testing (3) loss of man-hours for test administrators (4) absence of job classifi- 
cations (5) adverse affect upon employee morale (6) indefinite validity and 
reliability of most tests (7) time lost in testing present employees, thus requiring 
time away from their regularly assigned duties. Our further investigation indi- 
cated that while some firms are trying to install testing programs, many other 
firms have given up testing due to these disadvantages and also due to the un- 
wieldy characteristics of a general testing program and the lack of acceptance by 
key supervisory personnel.-- Wendell B. Graddy, Personnel Manager, Sverdrup & 
Parcel, Inc., Tullahoma, Tennessee. 


WHAT TESTS ARE USED 


Psychological tests are specifically designed to measure different facets of an in- 
dividual’s total behavior, including such things as intelligence, personality, clerical aptitude, 
mechanical aptitude, sales aptitude, achievements, trade proficiency, and interests. Within 
each of these broad categories a large number of tests have been devised, some attempting 
to measure fairly general traits, while others seek to appraise very specific skills. A mini- 
mum estimate of the number of standardized personnel tests in use today would run well into 
the hundreds. 


The list which follows consists of about 125 standardized personnel tests that are used 
by Panel members. Although this list comprises but a portion of all personnel tests, it 
nevertheless names most of the personnel tests in widespread use, as well as many tests 
used with less frequency. 

All of the tests in this listing have one thing in common -- they are all published by 
private organizations (whether publishing firm or university) which charge for their use. 

The list of some 25 test publishers which follows the table of tests is of course only a partial 
listing of such publishers. This list, however, does include many of the foremost organiza- 
tions in this field. 


Another large area of testing, not accounted for in the following tables, is occupied 
by the U.S. Employment Service and the various state employment services. These agencies 
operate on both the national and state level in about the same way. They administer tests to 
employment applicants, principally in the way of guidance. Occasionally they also do testing 
when recruiting for employers, and at times they work together with schools on testing. In 
addition, they also develop personnel tests for specific aptitudes. The basic battery used by 
these government agencies consists of eight paper-and-pencil tests and four apparatus tests, 
designed to measure principally intelligence, mechanical aptitude, and clerical aptitude. In 
some states, the Kuder Preference Record (a privately-published interest test) is also 
administered. 


The distinguishing feature of these government agency tests is that they are adminis-~ 
tered without charge. A number of Panel members take advantage of these services. 


The following list classifies tests into broad categories such as intelligence, person- 
ality, aptitudes, achievement, proficiency, and interests. Next to each test are listed the 
broad employee groupings -- sales, office clerical, factory, apprentice, and a catch-all cate- 
gory of executive-supervisory-professional-administrative -- to whom the test has been 
given by Panel members. Note that this tabulation is not necessarily in terms of employee 
groupings for which the tests were devised, but merely a listing of the uses to which they are 
being put. 





The table shows, for all companies with testing programs (whether full-scale or 
partial), the percentage of companies using each test on their personnel (existing or poten- 
tial), by employee groupings. No breakdown between larger and smaller companies has been 
made in the table. 
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WHAT TESTS ARE USED 





COMPANIES (WITH TESTING PROGRAMS) USING VARIOUS TESTS, BY EMPLOYEE GROUPINGS TESTED 


(Numbers refer to test publishers which appear at end of table) 





NAME OF TEST 





Executive, 


Supervisory, 

6, 
Professional, 
Administrative 


Office 
Sales: Clerical 


EMPLOYEE GROUPING GIVEN TEST 


Factory 


Apprentice 





Percentage of Companies 





INTELLIGENCE 


Adaptability Test (Tiffin & Lawshe) 1/ 

Army Alpha Examination 2/ 

Army Alpha Exam, Modified 2/ 

Benge Employment Tests 3/ 

California Capacity Questionnaire 4/ 

California Test of Mental Maturity 4/ 

Classification Text for Industrial and Office Personnel 
Engineering Intelligence (Schultz & Lynaugh) 


“Ohio State University Psychological Test (Toops) 21/ 


Oral Directions Test 2/ 

*Otis Classification Test, Revised 5/ 

Otis Employment Tests 5/ 

Otis General Intelligence Examination 5/ 
Otis Quick-Scoring Mental Ability Tests 5/ 
Otis Self-Administering Tests of Mental Ability 5, 
Personnel Classification Test (Wesman) 2/ 
Revere Classification Test 

Revised Beta Examination 2/ 

Scovill Classification Test 2/ 

Senior Classification Test (Pressey) 14/ 
SRA Non-Verbal Classification Form 1/ 
SRA Primary Mental Abilities 1/ 

SRA Verbal Classification Form 1/ 
Thurstone Test of Mental Alertness 1/ 
Wechsler-Bellvue Intelligence Scale 2/ 
Wonderlic Personnel Test 6/ 


PERSONALITY 


Bell Adjustment Inventory 

California Test of Personality 4/ 

“Cornell Index 

Guilford-Martin Personnel Inventory 7/ 
Humm-Wadsworth Temperament Scale 8/ . 
Minnesota Multiphasic Personality Inventory 2/ 
Personal Audit (Adams & Lepley) 1/ 
Personality Index (Morgan) 9/ 

Personality Inventory (Bernreuter) 

Rohrschach 

Runner Personality Inventory 

Sense of Humor Test 10/ 

Social Intelligence Test (Moss, Hunt, Omwake) 11/ 
Study of Values (Allport & Vernon) 12/ 
Thematic Apperception Test (TAT) 13/ 
Washburne Social Adjustment Inventory 2/ 


MECHANICAL APTITUDE 





Bennett Hand Tool Dexterity Test 2/ 
Bennett Test of Mechanical Comprehension 2/ 
Detroit Mechanical Aptitudes Examination 14/ 
**Job and Key Personnel Tests 25/ 
MacQuarrie Test for Mechanical Ability 4/ 
Minnesota Paper Formboard Test, Revised 2/ 
Minnesota Rate of Manipulation Test 2/ 
Minnesota Spatial Relations Test 2/ 
O'Rourke Mechanical Aptitude Test 2/ 
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PERSONNEL TESTING 





COMPANIES (WITH TESTING PROGRAMS) USING VARIOUS TESTS, BY EMPLOYEE GROUPINGS TESTED (Cont'd) 
(Numbers refer to test publishers which appear at end of table) 





NAME OF TEST 





Executive, : 
Supervisory, : H 
Professional, $ : Office 


Adminiswative : Sales: Clerical ; Factory 


EMPLO YEE GROUPING GIVEN TEST 


Apprentice 





Percentage of Companies 





MECHANICAL APTITUDE (Cont'd) 





Otis Tracing Test 

Peg Test (Ohio State University) 
Pennsylvania Bi-Manual Worksample 15/ 
Purdue Industrial Training Classification Test 1/ 
Purdue Mechanical Adaptability Test 16/ 
Purdue Pegboard 

SRA Mechanical Aptitude Tests 1/ 
Stenquist Mechanical Aptitude Tests 2/ 
Stromberg Dexterity Test 

Survey of Mechanical Insight 4/ 

W. E, Mechanical Ability Test 


CLERICAL APTITUDE 





Acorn National Aptitude Tests 17/ 
California Clerical Routine 

Chicago Test of Clerical Promise 

Clerical Test D 3/ 

Detroit Clerical Aptitudes Examination 14/ 
Hay Name Finding Test 

Hay Number Perception Test 

Martin Office Aptitude Test 

Minnesota Clerical Test 2/ 

N.L1,P, Clerical Test 2/ 

Psychological Corporation General Clerical Test 2/ 
Purdue Clerical Ability 

Thurstone Examination in Clerical Work 5/ 


SALES APTITUDE 





Canfield Sales Sense Test 

“How Perfect Is Your Sales Sense" 
Salesman Classification Test 18/ 
Test of Sales judgment (Fleming) 
Winkler Knowledge of People 


MISCELLANEOUS APTITUDES 





Engineering & Physical Science Aptitude Test 2/ 
Guilford-Zimmerman Aptitude Survey 7/ 

How Supervise? (File & Remmers) 2/ 

Iowa Placement Examinations: Chemistry Aptitude 19/ 
Keystone Telebinocular 23/ 

Meier Art Tests: Art Judgment 19/ 

“Ortho -Rater 24/ 

Revere Safety Test 

Stanford Scientific Aptitude Test 

Test of Practical Judgment (Cardall) 1/ 

Test of Productive Thinking 2/ 

Watson-Glaser Tests of Critical Thinking 2/ 
Zyve Scientific Aptitude Test 


ACHIEVEMENT 
Cardall Arithmetical Reasoning Test 


Inglis Tests of English Vocabulary 20 / 
Johnson O'Conner Vocabulary Test 
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WHAT TESTS ARE USED 











COMPANIES (WITH TESTING PROGRAMS) USING VARIOUS TESTS, BY EMPLOYEE GROUPINGS TESTED (Cont'd) 
(Numbers refer to test publishers which appear at end of table) 





NAME OF TEST 





EMPLO YEE GROUPING GIVEN TEST 








ACHIEVEMENT (Cont'd) 


Michigan Vocabulary Profile Test 5/ 
Moore Test of Arithmetic Reasoning 2/ 
Nelson-Denny Reading Test 


O'Rourke Survey Test for Vocabulary 2/ 


*Otis Classification Test, Revised 5/ 


Rogers Achievement Test in Mathematics 


SRA Reading Record 1/ 


American Gas Assoc, Test for Meter Readers 
American Institute of Accountants Tests 
Blackstone Stenographic Proficiency Test 


(TRADE) PROFICIENCY 





Hay Test for Stenographic Skill 
Hay Test for Typing Skill 
Purdue Test for Electricians 1/ 


Purdue Test for Machinists & Machine Operators 1/ 
Seashore -Bennett Stenographic Proficiency Tests 1/ 


Speed Practice for Typists (Reigner) 
SRA Typing Skills 1/ 
Stenogauge 3/ 


Survey of Working Speed & Accuracy (Ruch) 4/ 


Thurstone Examination in Typing 
W. E, Comptometry Tests 

W. E, Radio Test 
W. E, Steno 

W. E, Typing 


INTERESTS 


Kuder Preference Record 1/ 


“Occupational Interest Inventory (Lee & Thorpe) 4/ 


Strong Vocational Interest Blank 22/ 
Thurstone Interest Schedule 2/ 


Winkler Interest & Temperament Inventory : 


Executive, $ $ $ $ 
Supervisory, : : H 3 
Professional, : : Office 
Administrative : Sales: Clerical : Factory Apprentice 
Percentage of Companies 
1 
1 
1 
1 
1 1 
1 
1 
1 
1 
2 
1 
1 
2 
3 
4 
1 
+ 
4 
1 2 
4 
1 
1 
2 
2 
15 2 2 2 1 
4 1 1 
2 1 1 1 





Battery of Intelligence and Achievement tests, 


This test is given in one company; all applicants are tested, 


Battery of tests, 


NOTE: Exact titles and publishers of tests have been checked against tests listed in "The Mental Measurements Yearbook", edited by 





Oscar K, Buros (Princeton U, Press, ) 


Science Research Associates 
Psychological Corporation 
Management Service Co, 
California Test Bureau 


World Book Co, 
E, F. Wonderlic 
Sheridan Supply 


Co, 


Humm Personnel Service 

La Rue Printing Co. 

Sci-Art Publishers 

George Washington University 
Houghton Mifflin Co, 


Harvard University Press 


TEST PUBLISHERS 





14/ 
15/ 
16/ 
11/ 
18/ 
19/ 
20/ 
21/ 
22/ 
23/ 
24/ 
25/ 


The following is a partial list of test publishers: 


Public School Publishing Co, 
Educational Test Bureau 
Purdue University 

Acorn Publishing Co, 
Personnel Research Institute of Western Reserve University 
State University of lowa 
Ginn & Co, 

Ohio College Association 
Stanford University Press 
Keystone View Co, 

Bausch & Lomb Optical Co, 
Industrial Psychology, Inc, 





10 PERSONNEL TESTING 





TEST BATTERIES 


In selection, dependence on a single test or a single type of test is not recommended 
by testing experts. Rather, a battery or group of tests is advocated. Such an approach 
makes it possible to measure an individual's intelligence, emotional stability, and interests, 
as well as those specific aptitudes and skills called for by the job to be filled. 


In actual practice, Panel members report that personality and interest tests are 
reserved largely for applicants to supervisory, technical, sales, or management positions. 
Office clerical and general factory workers in many cases are given an intelligence test, 


but for the most part are otherwise tested only in clerical or mechanical aptitude or 
proficiency. 


The following test batteries are among those currently in use by Panel members. (In 
a number of instances, only one or more of the component parts of a test are used - for 


example, Arithmetic Computation, Part III of Psychological Corporation’s General Clerical 
Test.) 





EMPLOYEE GROUPINGS 
& TEST BATTERIES COMPANY 





EXECUTIVE-SU PERVISORY 





| Kuder Preference Record (Interests) 

Oral Directions Test (Intelligence) (Murray Manufacturing Co.) 
{Social Intelligence Test (Personality) 

|How Supervise 


| Otis Quick-Scoring Mental Ability Tests 

(Intelligence) 

|Humm- Wadsworth Temperament Scale (Rheem Manufacturing Co.) 
(Personality) 

| Strong Vocational Interest Blank 

(Interests) 


| Scovill Classification Test (Intelligence) 
|Rogers Achievement Test in Mathematics 

| (Achievement) 

|'SRA Reading Record (Achievement) 

| Bennett Test of Mechanical Comprehension 
(Mechanical Aptitude) (Larger Southern Company) 
| California Clerical Routine (Clerical 

| - Aptitude) 

|Kuder Preference Record (Interests) 

| Personal Audit (Personality) 

|Bernreuter Personality Inventory 

| (Personality) 

[A special supervisory judgment test 


Modified Army Alpha Examination 
(Intelligence) 
| Rohrschach (Personality) 
| Thematic Apperception Test (Personality) 
[Inglis Tests of English Vocabulary (Larger Eastern Company) 
| (Achievement) 
| Watson-Glaser Tests of Critical Thinking 
|Kuder Preference Record (Interests) 
| Two projective personality tests developed 
| by company consultant 
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EMPLOYEE GROUPINGS 
& TEST BATTERIES COMPANY 





EXECUTIVE- SUPERVISORY (Cont'd) 





iSRA Verbal Classification Form 

{ (Intelligence) 

|Wonderlic Personnel Test (Intelligence) 

| Personal Audit (Personality) 

|Kuder Preference Record (Interests) 

Test of Practical Judgment (Larger Eastern Company) 
| Personnel Classification Test (Intelligence) 
| Revised Minnesota Paper Formboard Test 
(Mechanical Aptitude) 

|Bennett Test of Mechanical Comprehension 
L (Mechanical Aptitude) 

| How Supervise 





\Otis Self-Administering Test of Mental 
Ability (Intelligence) 
Minnesota Clerical Test (Clerical 
| Aptitude) 
iBennett Test of Mechanical Comprehension (Larger Eastern Company) 
| (Mechanical Aptitude) 
| Personal Audit (Personality) 
| Bell Adjustment Inventory (Personality) 
{Kuder Preference Record (Interests) 





{SRA Primary Mental Abilities (Intelligence) 
{SRA Verbal Classification Form 

{ (Intelligence) 

| Adaptability Test (Intelligence) 

{How Supervise 

| Thurstone Interest Schedule (Interests) (The Bingham-Herbrand Corp.) 
| Personal Audit (Personality) 

|Kuder Preference Record (Interests) 
{Sense of Humor Test (Personality) 

[SRA Mechanical Aptitude Tests 

| (Mechanical Aptitude) 


[Wonderlic Personnel Test, (Intelligence) 
|'Humm- Wadsworth Temperament Scale 
(Personality) 
Kuder Preference Record (Interests) (The New York Air Brake Co.) 
|California Test of Mental Maturity 
(Intelligence) 
| Bennet Test of Mechanical Comprehension 
| (Mechanical Aptitude) 





SALES 


Wonderlic Personnel Test (Intelligence) 

| Humm- Wadsworth Temperament Scale 

(Personality) 

| Kuder Preference Record (Interests) (General Aniline & Film Corp.) 
| Washburne Social Adjustment Inventory 

(Personality) 

| Social Intelligence Test (Personality) 

| Personal Audit (Personality) 
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EMPLOYEE GROUPINGS 
& TEST BATTERIES COMPANY 





SALES (Cont'd) 


| Bernreuter Personality Inventory 

{| (Personality) 

| Otis Employment Tests (Intelligence) 

| Social Intelligence Test (Personality) 

{Strong Vocational Interest Blank (Interests) (Larger Eastern Company) 
|How Perfect Is Your Sales Sense? 

{| (Sales Aptitude) 

| Washburne Social Adjustment Inventory 

[ (Personality) 


OFFICE CLERICAL (including typists and 
stenographers) 





[Otis Self-Administering Tests of Mental 

[ Ability (Intelligence) (Larger Eastern Company) 
| Minnesota Clerical Test (Clerical Aptitude) 

[Revere Safety Test 


Minnesota Clerical Test (Clerical Aptitude 
Test) 
Psychological Corporation General 
Clerical Test (Clerical Aptitude) 
|Kuder Preference Record (Interests) (Larger Southern Company) 
|Personal Audit (Personality) 
ISRA Typing Skills (Trade Proficiency) 
Seashore- Bennett Stenographic Proficiency 
Tests (Trade Proficiency) 


i Seashore- Bennett Stenographic Proficiency 

Tests (Trade Proficiency) 

|Thurstone Examination in Typing (Trade (Larger Eastern Company) 
l Proficiency), or 

| Stenographic and typing tests developed 

| locally (Trade Proficiency) 


| Wonderlic Personnel Test (Intelligence) 

|'SRA Verbal Classification Form 

| (Intelligence) 

|SRA Non-Verbal Classification Form (Larger Midwestern Company) 
(Intelligence) 

| Stenogauge (Trade Proficiency) 





|Adaptability Test (Intelligence) 

| Psychological Corporation General 

Clerical Test (Clerical Aptitude) 

| Seashore- Bennett Stenographic Proficiency (The Singer Manufacturing Co.) 
| Test (Trade Proficiency) 

LSRA Typing Skills (Trade Proficiency) 


ls 





SRA Primary Mental Abilities (Intelligence) 

Minnesota Clerical Test (Clerical Aptitude) (Larger Western Company) 
| Performance stenographic and typing tests 
{ developed locally (Trade Proficiency) 
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EMPLOYEE GROUPINGS 
& TEST BATTERIES COMPANY 





OFFICE CLERICAL (including typists and 
stenographers) (Cont’d) 





|Otis Employment Tests (Intelligence) 
| Thurstone Examination in Typing (Trade 
Proficiency) 
Michigan Vocabulary Profile Test (Larger Eastern Company) 
| (Achievement) 
| Stenogauge (Trade Proficiency) 
| Stenquist Mechanical Aptitude Tests 
(Mechanical Aptitude) 





{Wonderlic Personnel Test (Intelligence) 

{Minnesota Clerical Test (Clerical Aptitude) 

{N.1.1.P. Clerical Test (Clerical Aptitude) 

| Psychological Corporation General (General Aniline & Film Corp.) 
Clerical Test (Clerical Aptitude) 

|W. E. Typing (Trade Proficiency) 

{W. E. Steno (Trade Proficiency) 


FACTORY 


|Otis Employment Tests (Intelligence) 
| Wonderlic Personnel Test (Intelligence) (Armstrong Tire & Rubber Co.) 
| Personal Audit (Personality) 


[Guilford- Zimmerman Aptitude Survey 

| (Aptitudes) 

|SRA Non-Verbal Classification Form (Bulldog Electric Products Co.) 
(Intelligence) 

| Purdue Pegboard (Mechanical Aptitude) 


|SRA Primary Mental Abilities (Intelligence) 

Kuder Preference Record (Interests) 

| MacQuarrie Test for Mechanical Ability (Larger Western Company) 
(Mechanical Aptitude) 

| Wonderlic Personnel Test (Intelligence) 


| Wonderlic Personnel Test (Intelligence) 

| Revised Minnesota Paper Formboard 

L Test (Mechanical Aptitude) 

| Bennett Test of Mechanical Comprehension (General Aniline & Film Corp.) 
(Mechanical Aptitude) 

| Survey of Mechanical Insight (Mechanical 

Aptitude) 





APPRENTICES 





[Adaptability Test (Intelligence) 
[Revised Minnesota Paper Formboard Test 
(Mechanical Aptitude) (The Singer Manufacturing Co.) 
| Bennett Test of Mechanical Comprehension 
{ (Mechanical Aptitude) 
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EMPLOYEE GROUPINGS 
& TEST BATTERIES COMPANY 





APPRENTICES (Cont'd) 





Wonderlic Personnel Test (Intelligence) 

| MacQuarrie Test for Mechanical Ability 
(Mechanical Aptitude) 

Revised Minnesota Paper Formboard Test (Larger Eastern Company) 
(Mechanical Aptitude) 

| Minnesota Spatial Relations Test 

| (Mechanical Aptitude) 





{SRA Primary Mental Abilities (Intelligence) 
{Purdue Pegboard (Mechanical Aptitude) 
|Kuder Preference Record (Interests) 

| Detroit Mechanical Aptitudes Examination 

{| (Mechanical Aptitude) 


(Larger Western Company) 


Test Batteries for Specific Job Classifications 





In addition to tests applied to broad work groupings (such as clerical, factory, and sales), 
batteries have also been devised to test employees in specific job classifications. The 
following test batteries are among those in use by Panel members: 





CLASSIFICATIONS 
& TEST BATTERIES COMPANY 





ELECTRICIAN 





Otis Employment Tests (Intelligence) 

| Revised Minnesota Paper Formboard Test 
(Mechanical Aptitude) 

| Purdue Industrial Training Classification 
Test (Mechanical Aptitude) 

| Purdue Test for Electricians (Trade 

L Proficiency) P 
| Strong Vocational Interest Blank (Interests) 


(Larger Midwestern Company) 





ELECTRONICS INSTRUCTOR 





{Otis Employment Tests (Intelligence) 
|W. E. Radio Test (Trade Proficiency) 


(Larger Midwestern Company) 
[Strong Vocational Interest Blank (Interests) 


TOOL AND DIE 





| Otis Employment Tests (Intelligence) 
Revised Minnesota Paper Formboard Test 
L (Mechanical Aptitude) 

[Purdue Industrial Training Classification 


Test (Mechanical Aptitude) (Larger Midwestern Company) 
|W. E. Mechanical Ability (Mechanical 

Aptitude) 

| Strong Vocational Interest Blank (Interests) 




















EVALUATION OF SPECIFIC TESTS 











CLASSIFICA TIONS 
& TEST BATTERIES 


COMPANY 





ACCOUNTANT 





Minnesota Clerical Test (Clerical Aptitude) 
Classification Test for Industrial and 

| Office Personnel (Intelligence) 
|Nelson-Denny Vocabulary Test 
(Achievement) 

|Kuder Preference Record (Interests) 

| Bell Adjustment Inventory (Personality) 

| Thurstone Interest Schedule (Interests) 





CHEMIST 


| Minnesota Clerical Test (Clerical Aptitude) 

Revised Minnesota Paper Formboard Test 
(Mechanical Aptitude) 

| Classification Test for Industrial and 
Office Personnel (Intelligence) 

Nelson- Denny Vocabulary Test 
(Achievement) 

|Wonderlic Personnel Test (Intelligence) 

|Kuder Preference Record (Interests) 

| Bell Adjustment Inventory (Personality) 

| Thurstone Interest Schedule (Interests) 





PILOT 


[ Bennett Test of Mechanical Comprehetsion 
[ (Mechanical Aptitude) 

{Minnesota Multiphasic Personality 

{ Inventory (Personality) 

[Otis Employment Tests (Intelligence) 


DRIVER 
See a Personnel Test (Intelligence) 


Guilford-Martin Personnel Inventory 
(Personality) 


Minnesota Multiphasic Personality Inventory 


{ (Personality) 


(The Standard Oil Co. of Ohio) 


(The Standard Oil Co. of Ohio) 


(Larger Eastern Company) 


(Larger Midwestern Company) 


EVALUATION OF SPECIFIC TESTS 


In listing tests which are used in their companies, a number of Panel members com- 
mented on the value which they ascribe to specific tests. These comments, of course, must 


be regarded as the experience of individuals, operating in very specific situations. 


Comments: 


The two tests we have thus far found most satisfactory are the Bennett Test of 
Mechanical Comprehension (Form AA) and the Otis Quick-Scoring Mental Ability 
Test (Gamma Test, Form A).--Assistant Vice President, larger southern company. 


*K xe 
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The Foreman Training test battery has been validated. How Supervise (Form M), 
the Revised Minnesota Paper Formboard Test, and the factors AMI of the Guilford- 
Martin Inventory of Factors GAMIN were found valid within the 2 percent level of 
confidence in differentiating between good and poor mine foremen.--E. L. Bilheimer, 
Employee Relations Manager, St. Joseph Lead Co., Bonne Terre, Mo. 

x * x 

For most office and supervisory jobs, we use one of the batteries of Job-Tests 
developed by Industrial Psychology, Inc. We have been using the Job-Tests for 
approximately one year and feel that they are definitely helpful in determining basic 
aptitudes.--E. H. Christensen, Superintendent of Personnel, Allis-Chalmers Manu- 
facturing Co., Cedar Rapids, Iowa. 

* * * 

Test batteries are tailored to the various job families. In a general way the tests 
found most useful are the SRA Primary Mental Abilities Test, the Guilford- Zimmer- 
man Aptitude Survey, the Winkler Interest and Temperament Inventory, the Test of 
Practical Judgment, How Supervise, and the Purdue Pegboard. This statement is 
based on the fact that any extreme scores on the unsatisfactory side of these tests are 
pretty reliable warning signals that there would be trouble ahead.--Karl K. Kahler, 
Vice President, Bulldog Electric Products Co., Detroit, Michigan. 

* * x 

It has been our experience that the Personal Audit test (Personality traits) indi- 
cates that most people have poor personality patterns, and if hiring were based solely 
on this test, few people would ever be hired.--F. R. Vernotzy, Industrial Relations 
Manager, Armstrong Tire and Rubber Co., Natchez, Mississippi. 

x * * 

It appears to me that the Rohrschach is of major importance and most valuable. 
The psychologist who does not recommend it seems to be one who has not properly 
qualified himself to interpret it. The test quite frequently discloses serious weak- 
nesses, not revealed even in multiple interviews by qualified executives, and which 
are confirmed by further investigation.--Ralph L. Sheets, Director of Industrial Rela- 
tions, Emery Industries, Inc., Cincinnati, Ohio. 

* * * 

We have found the California test of Mental Maturity (short form) to be an ex- 
cellent over-all test for measuring basic intelligence and also for comparison with 
our present qualified personnel in key positions.--E. J. Hoechst, Vice President, 

The Selby Shoe Company, Portsmouth, Ohio. 
x x * 

We strongly feel that the Runner Personality Inventory can make a worthwhile 
contribution to the selection of professional and executive employees.-- John Meade, 
Vice President, Fansteel Metallurgical Corporation, North Chicago, IIl. 

* * * 5 

The Stanford Scientific Aptitude Test is given to engineers, chemists, and certain 
other technical personnel whose duties require scientific aptitude. It has proven to 
be especially valuable in the selection of this type of personnel.--B. M. Walter, 
Industrial Relations Director, Bendix Aviation Corporation, Kansas City, Mo. 


VALIDATION 


Clearly the usefulness of a test depends, among other things, upon the extent to which 
it measures what it sets out to measure. A valid test is one that shows a significant rela- 
tionship between success on the test and success on the job. 


Accordingly, Panel members were asked the following question: ‘‘Do you make studies 
of relationship between employees’ success on particular tests and success on jobs in your 
company?’’ Personnel executives in over 70 percent of larger companies, and in 55 percent 


of smaller companies which carry on testing report that they do make such studies of 
correlation. 


Typical comments from the Panel on validation are as follows: 
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In 1950 our foreman test battery was validated on approximately 100 experienced 
foremen. Since that time most of our foremen and about 200 foremen prospects have 
been tested in this plant. We are now attempting to validate a test battery for the 
better selection and placement of technical personnel.--Industrial Relations Director, 
larger southern company. 


* x x 


Since 1923 our company has been giving the same series of paper and pencil tests 
to newly hired employees of the company, for the sake of comparing the test scores 
with measures of success or failure at work.-- Employee Relations Manager, larger 
eastern company. 

x x* OK 

Our attitude toward testing has been that of caution and some skepticism. However, 
since instituting our limited testing program the results have been so obvious that we 
have not felt the need of complete statistical validation.--George H. Burrer, Personnel 
Manager, Greenfield Tap and Die Corp., Greenfield, Mass. 

* * * 

We have found it worthwhile to cooperate with other gas companies in the validation 
of test batteries for specific jobs peculiar to our industry -- such as meter readers 
and gas appliance mechanics. This results in tests for these specific jobs being made 
available to all gas companies through the American Gas Association.--C. D. 
Magruder, Personnel Director, Washington Gas Light Co., Washington, D. C. 

* * * 

As more data becomes available, more validation studies will be conducted to 
ascertain the worth of the program in terms of individual satisfaction and general 
increased plant efficiency.--B. Van Houten, Employee Relations Director, Brush 
Electronic Co., Cleveland, Ohio. 

* * * 

Although we have not yet been able to run significant statistical surveys corre- 
lating test scores with job performance, we have made studies with certain groups 
of employees, comparing their test scores with ratings given by supervision. These 
studies have indicated a correlation between good test scores and a high job rating.-- 
Paul L. Davis, Personnel Administration Director, Piasecki Helicopter Corp., 
Morton, Pa. 

* * * 

Obtaining an acceptable criterion for validating a test battery is a difficult problem 
where production records are not available. In many cases it has been indicated that 
the average foreman’s rating of his men is very unreliable for use as a test criterion. 
It is believed that in many cases where tests are found nonvalid in industry, the 
criterion rather than the test is at fault.--E. L. Bilheimer, Employee Relations 
Manager, St. Joseph Lead Company, Bonne Terre, Mo. 

* * * 


We would suggest working into a testing program slowly, and even after the pro- 
gram seems to be working perfectly, continue to ‘‘test the tests’’ in actual practice 
under changing conditions.--W. Y. Brown, Superintendent of Personnel, Celanese 
Corporation of America, Rome, Ga. 

* * * 

Tests are not given to present employees, but in the future annual merit ratings 
will be compared with test results for validation purposes only.~- Employee Relations 
Director, larger western company. 

* * * 

Prior to adopting a national program of testing we selected one of our sales 
regions to act as a proving ground. In the testing of 63 salesmen in this region 
and reviewing the results with each branch manager, we were able to overcome 
many doubts concerning the validity of testing. By proceeding in this manner we 
were quite successful in selling our program to management and expanding it to all 
of our 44 sales branches.--Personnel Manager, larger eastern company. 

* * * 
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Our principal problem in connection with the use of clerical tests is that of finding 
suitable criteria against which to validate these tests. Our office is typical in that 
most of our jobs are not standardized or routine, and production records are there- 
fore not available. On the other hand, subjective evaluations of employees are diffi- 
cult to obtain because there is usually only one person able to make a rating and such 
a rating normally is quite unreliable.-- Personnel Director, larger midwestern 
company. 


Most of the tests used by companies in testing programs are standardized tests put out 
by test publishers. Standardization means, among other things, that performance scores 
have been assembled for standard groups of personnel. These scores are called ‘‘norms’”’, 
and they can be used for comparison purposes in judging test performances of personnel to 
whom a test is administered. 


Norms which publishers establish for their tests are called, appropriately, ‘‘published 
norms.’’ However, in setting up a testing program, personnel executives are urged to set 
up ‘‘local norms’’ as soon as possible -- that is, norms or scores based upon test results 
within the tester’s own company. The reason for this is that the standard group upon which 
published norms are based may not be typical of the local labor supply. 


Panel members were asked,whether, in using standardized tests, they establish local 
norms or use only published test norms. Their answers indicate that local norms are used 
much more often than are published ones. Thus, in larger companies using tests, the break- 
down is as follows: local norms -- 48 percent of companies; published norms -- 27 percent; 
local and published norms -- 6 percent; (Panel members in the remaining 19 percent of 
larger companies failed to answer this question). In smaller companies which have testing 
programs, 52 percent set up local norms, 39 percent work with published norms, while 9 per- 
cent explain that they use both local and published norms in evaluating scores on standardized 
tests. 


A number of personnel executives commented on the norms which they use: 


Selection tests can be a valuable aid if they are installed after adequate research 
to determine their relationship to job performance in a particular company. Although 
publishers’ norms or the experience of other companies may be helpful, maximum 
results can be obtained and potential problems avoided only by conducting research 
in the company planning to use tests.-- William B. Billock, Labor Relations Manager, 
Gulf Oil Corporation, Pittsburgh, Pa. 

x * * 

We use published norms but set up our own local norms before we go into the 
testing program, and then we use those tests which most closely fit our requirements. 
--Personnel Relations Director, smaller midwestern company. 

* * * 

We are trying to develop tests and establish definite norms particular to our 
plant.--W. P. Bowen, Employment Manager, Rheem Manufacturing Co., Houston, 
Texas, ° 

* * x 

Subsequent to the selection of tests, key personnel in each major department were 
tested. Realizing that these individuals possessed, in most cases, the various ele- 
ments which we would like to duplicate in new employees, profiles were established 
based upon the results obtained. The Standard Profiles have been of invaluable 
assistance to us in our selection and placement problems. Generally speaking, they 
have resulted in elevating the over-all standards in every department.--Vice Presi- 
dent, larger eastern company. 

* x x 
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ADMINISTRATION 





Local norms and validation is very important. Probably the most important 
method of validation is the rank order method. Test results are compared with 
supervisor rating of job performance. A rank order coefficient of correlation is 
obtained, and if it is significant, new applicants can be tested with the same battery. 
Local norms can be set up.--Industrial Relations Assistant, larger eastern company. 

OK x OK 

We intend to compile correlation statistics between test results and job perform- 
ance, and perhaps establish norms for our own use tailored more specifically to our 
demands.--Paul L. Davis, Personnel Administration Director, Piasecki Helicopter 
Corp., Morton, Pa. 

* x x 

We use mostly standardized tests. We have used published test norms and have 
put our test results ‘‘on ice’’ for the purpose of accumulating a sufficient number of 
cases to establish norms on the basis of correlation between employees’ performance 
on the tests and their future performance on jobs in the company.-~-Industrial Relations 
Director, larger midwestern company. 

x x XS 

When published norms do not differentiate, we set up our own.--John J. Saracino, 

Industrial Relations Director, Metal & Thermit Corporation, New York, N, Y. 
x x x 

We have used both local and published norms and believe each has its own valid 
place depending on circumstances.-~-Assistant Vice President, larger southern 
company. 


ADMINISTRATION 


Psychological tests must be used with great care, by persons qualified to handle them. 
Testing organizations, therefore, take precautions to prevent the misuse of tests by in- 
experienced people. The American Psychological Association has set up three levels of 
qualification, as follows: (Source: The American Psychologist, Nov. 1950, Vol. V, p. 620) 


Level A -- Any reputable firm can be approved for purchasing educational achieve- 
ment, trade, and vocational proficiency tests. 


Level B -- Tests such as general intelligence, special aptitude, interest and 
personality screening inventories are sold only to firms which have 
on their staffs at least one person who has had an advanced-level course 
in testing in a university, or its equivalent in training under the direction 
of a qualified superior or consultant. 


Level C -- These tests, which require substantial understanding of testing and 
supporting psychological subjects (examples: clinical tests of intelligence, 
personality tests, and projective methods) are available to business firms 
only for use under the supervision of qualified psychologists, i.e., 
members of the American Psychological Association or persons with a 
Master’s degree in psychology and appropriate training in the field of 
testing as applied to personnel. The qualified person may be either a 
staff member or an outside consultant. 


Panel members were asked whether they have on the company payroll a qualified 
psychologist (Level C) or a person with training in advanced testing (Level B). The replies 
from companies which do carry on a testing program, whether a full or a limited one, give 
the following picture: Psychologists are employed by nearly 30 percent of these larger 
companies, and by 15 percent of the smaller ones. Persons with testing training are on the 
company payroll in roughly 40 percent of both larger and smaller companies which go in for 
testing. As might be expected, nearly every firm which employs a psychologist is involved 
in a full-scale testing program. Over half of the companies which employ psychologists 
report that at the same time they also employ a person who, while not a psychologist, has 
had advanced training in testing. 
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With very few exceptions, personnel executives indicate, psychologists on the payroll 
are full-time employees. The same holds true for persons trained in testing, although a 
number of the latter do not devote all of their time to testing. 


Even in companies without a testing program, some 15 percent of the smaller ones have 
a person trained in testing among their full-time employees. 


A few comments on administration of personnel tests: 


Our chief problem is setting up test batteries that can be administered and 
interpreted locally by office managers, supervisors, or employment managers 
who have had no training in applied psychology.--Vice President, larger midwestern 
company. 

* * * 

One of the commonest pitfalls of personnel tests, we have found, is the line 
supervisor’s desire to personally inspect tests of applicants and promotional 
possibilities and interpret them for themselves. As they will accept or reject 
on the basis of tests alone, attempt to read into the tests results that the tests 
are not designed to measure, and in other ways misuse the tests, we find it 
necessary to give the line supervisors only an analysis of the test results together 
with suggestions on how to use this analysis in their evaluation of the candidate. 

The completed tests are seen only by those individuals in the Personnel Department 
who are qualified to interpret tests.--E. H. Christensen, Superintendent of Personnel, 
Allis-Chalmers Manufacturing Company, Cedar Rapids, Iowa. 

* x x 

We have been operating without a testing program until recently. A professional 
psychologist has been added to our staff and assigned the responsibility for personnel 
testing. We plan to centralize control of this function in lieu of purely local plant 
trial-and-error experimentation. Our psychologist has spent a period of six months, 
full time, studying our needs.--John J. Saracino, Industrial Relations Director, 
Metal & Thermit Corp., New York, N. Y. 


Many companies which do not feel equipped to run a testing program themselves use 
outside consulting agencies for this purpose. According to Panel members, over 40 per- 
cent of larger companies and over 25 percent of smaller companies with testing programs 
employ outside consultants. While for the most part these consultants are private organiza- 
tions, in a number of cases they appear to be federal or state employment offices which make 
no charge for their services. 


As a rule, companies which use outside consultants do so on a continuing basis -- that 
is, not only do the consultants set up the testing program, but they also administer it and 
interpret test results. (An example of such an outside consulting agency mentioned by Panel 
members is the Klein Institute of New York.) This is true for practically all smaller com- 
panies using test consultants, and for three out of four larger companies. In the remaining 
companies the consultant is merely used in an advisory capacity to set up the program. 


Some comments from Panel members on outside consultants follow: 


For those positions requiring supervisory qualifications and responsibility, 
applicants are usually hired in New York and tested by the Psychological Corpora- 
tion, which submits a report comparing applicant with other applicants tested and a 
standard norm for executives in the field.--Vice President, larger eastern company. 

x * * 

We have worked cooperatively with the Personnel Testing Laboratory of 
Renssalaer Polytechnic Institute, Troy, New York. These people have an extensive 
background in industrial personnel testing and tend to be practical rather than 
academic, although at the same time they are scientifically solid. We would recom- 
mend that any employer without qualified personnel on the staff should get a testing 
program started only with guidance from a reputable consultant.--Industrial Relations 
Director, larger southern company. 

x x x 
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We have Dr. Frank Fletcher, Ohio State University, as consultant. He established 
our testing program for hiring of hourly paid and salaried wage and hour employees. 
These tests are administered by our Employment Manager. At least twice yearly, 
Dr. Fletcher tests and interviews a selected group whom we believe have possibilities 
for future positions in our management group.--Industrial Relations Director, 
smaller midwestern company. 

* * x 

If a company does not have qualified people on its staff, many problems can be 
avoided and greater benefits obtained by utilizing the services of college personnel 
or an outside consultant who meets professional standards such as those established 
by the American Board of Examiners in Professional Psychology and the American 
Psychological Association.-- William B. Billock, Labor Relations Manager, Gulf Oil 
Corp., Pittsburgh, Pa. 

* * * 

We use an outside consulting agency at times for testing of applicants, and 
employees considered for promotion, where key jobs of high level are involved and 
we wish fairly extensive testing to be done, such as use of Thematic Apperception 
Test.--Industrial Relations Director, larger midwestern company. 

* x * 

Candidates for craft apprenticeship courses are tested by an outside agency on 
a part-time basis which furnishes only the final results in the form of a statement 
as to which candidates in a group would probably be most desirable and least desir- 
able.--Assistant Vice President, larger southern company. 


COST OF TESTING 


In this survey, Panel members were asked whether they have made any studies of the 
cost of testing, either per candidate or per job filled. Their replies suggest that only about 
one-sixth of larger companies and an equal proportion of smaller companies which carry on 
testing, do make such studies. Keeping in mind the widespread use of personnel testing, it 
appears that most companies which do use tests have no exact idea of what costs are in- 
volved. Nevertheless, the overwhelming number of personnel executives state that testing 
programs are ‘‘worth their cost.’’ 


Estimates of testing costs reported by Panel members show considerable diversity. By 
and large, companies whose testing is confined principally to office clerical and factory 
general employees, seem to spend anywhere from fifty cents to ten dollars per candidate 
tested; testing which involves professional, sales, and supervisory personnel, apparently 
costs between ten dollars and one hundred dollars per candidate tested. 


The annual cost of a testing program clearly depends upon the size of the program -- 
that is, upon the types and numbers of employees (or potential employees) tested, as well as 
the variety and number of tests administered. For example, a fairly complete testing pro- 
gram in a smaller company (about 830 employees), encompassing intelligence, personality, 
aptitude, proficiency, and interest tests, and applying to all job categories, is reported to 
cost slightly over $3000 per year. An equally complete testing program in a larger company 
(over 1430 employees) is estimated to cost around $7500 annually. 


On the other hand, a smaller company (about 380 employees) carrying on a fairly limited 
variety of tests reports its annual test cost at only $250, while a larger company (1600 em- 


ployees) limiting its testing to supervisors and salesmen estimates its annual testing cost at 
only $1500. 


Finally, it should be noted that a number of companies avail themselves of the free 
testing facilities of the federal and state employment service. These agencies devise and 
administer a number of pre-employment tests, principally to office clerical and factory 
general employees whom they refer. Roughly 10 to 15 percent of smaller companies take 
advantage of these services, and approximately 5 to 10 percent of larger companies. 
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ATTITUDES ON TESTING 


Top Management 





Higher management officials are generally favorably disposed toward personnel testing, 
in the opinion of the great majority of Panel members. Personnel executives in almost 80 
percent of larger companies with testing programs, and in 70 percent of smaller companies 
which carry on testing programs, assert that top management is more or less in favor of 
testing. Even in companies without testing programs, a sizable proportion, though not a 
majority of higher management officials favor the use of personnel testing, Panel members 
report. 


A number of Panel members, meanwhile, are careful to qualify the degree of enthusiasm 
for testing which they discern in higher management. While some top executives are seeking 
an extension of testing, others see only limited usefulness in tests. A few top executives 
accept tests for pre-employment but question the value of a comprehensive program. Others 
are ‘‘tolerant’’ or ‘‘accept’’ testing rather than welcoming it. 


At the opposite extreme, higher management officials in roughly 5 percent of all firms 
with testing programs take an unfavorable view of testing, according to Panel members. 


Finally, top management in almost 10 percent of larger companies and 20 percent of 
smaller companies which do testing have mixed feelings on the subject and fail to take a 
definite stand either for or against testing. 


Some comments by Panel members on management attitudes toward testing follow: 


Favor Testing 





Higher management seems to be sold on the value of testing. We receive many 
requests from them to test employees being considered for promotion.--E. H. 
Christensen, Superintendent of Personnel, Allis-Chalmers Manufacturing Co., 
Cedar Rapids, Iowa. 

* * * 

Management, particularly at the plant level, would like to make far more use of 
testing than present conditions permit and the advantages which the use of pencil- 
and-paper tests have in the successful placement of mechanics have been demon- 
strated and well received by management on several locations. Higher management, 
although not aggressive in promoting the idea of testing, has never opposed the use 
of tests that operating management in connection with particular situations has 
recommended.--General Manager, larger eastefn company. 

* * * 

The attitude toward testing among higher management officials varies consider- 
ably as between individuals and depends to a large extent on their own personal 
experiences. Generally, they are willing to accept testing procedures, on the theory 
that anything as common as testing in industry must be reasonably good. Most such 
officials do not bother themselves very much about the details of a testing program. 
We find some tendency among officials who have a technical background to expect 
almost as much accuracy in personnel testing as they have found in material testing. 
Generally, men who think in terms of machines rather than people are inclined to 
think that we should be able to test people the same way we test machines and get 
equally valid results.--Industrial Relations Manager, larger southern company. 


Oppose Testing 





The attitude here is that we have gotten along for many years without such a 
program and see no need for instituting one at this time.--Robert M. Jones, Labor 
Relations Director, Ex-Cell-O Corp., Detroit, Michigan. 

* * * 
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Higher management is interested in the idea and recognizes the need for better 
selection but is generally skeptical at this stage.-- Personnel Manager, larger mid- 
western company. 

8 x XS 

The attitude of higher management is not too favorable. They would rather depend 
solely on personal interviews. Cost of a complete program is a deciding influence.-- 
Personnel Manager, smaller western company. 


Mixed Feelings on Testing 





Top management officials have an open mind on testing, but would be hesitant to 
take on the additional cost unless they were convinced in advance that substantial 
benefits would result.-- Joseph J. Calvert, Labor Relations Counsel, The Bunting 
Brass & Bronze Co., Toledo, Ohio. 

* x * 

Knowing the program is still experimental, we have had a varied reaction from 
disinterested to extremely enthusiastic. At time of adopting a full test program, 
all supervisors and managers would receive an indoctrination course in procedures 
and use of tests.-~-Assistant Vice President, larger southern company. 


Labor Unions 





Panel members think that labor unions in larger companies with testing programs are 


a bit more favorably disposed toward testing than unions in smaller companies which engage 
in testing. 


The breakdown on union attitudes in companies which carry on testing, as reported by 
Panel members, is as follows: In larger companies -- favor testing - 32 percent; opposed 
to testing - 13 percent; ‘‘hands-off’’ policy - 27 percent; no union involved - 17 percent. In 
smaller companies -~ favor testing - 27 percent; opposed to testing - 21 percent; ‘‘hands- 


off’’ policy - 27 percent; no union involved - 18 percent (in some questionnaires this query 
went unanswered), 


The reason advanced most frequently by personnel executives for union opposition to 
personnel testing is the upsetting effect which it might have on promotion according to strict 
seniority. 


Some comments on union attitudes toward testing follow: 


Favor testing: 





Our unions were suspicious at first, but are cooperative now and some have 
asked to take the complete battery of tests after being employed.--Ralph L. Sheets, 
Industrial Relations Director, Emery Industries, Inc., Cincinnati, Ohio. 

*K *K x 

Union attitude is very satisfactory -- in fact, the union men who were chosen for 
Time Study work and Job Evaluation work were selected partially on the basis of the 
test.--Vice President, larger southern company. 

x * * 

Union attitude toward testing is good. Our present contract calls for upgrading 
through a request for transfer method. As this is a part of our union contract, and 
skill and ability are the prime factors, the cooperation of the union in the past two 
years has been good.--John W. Guilfoyle, Personnel Manager, Flora Cabinet Co., 
Inc., Flora, Indiana. 


Oppose Testing: 





Another problem with testing has been union opposition to the use of tests for any 
purpose other than initial selection. With union seniority controlling promotions for 
all production workers and for clerical workers at a number of locations, the possi- 
bility of using tests when filling specific jobs is almost meaningless.--General 
Manager, larger eastern company. 
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3K * x 


Unions are of the opinion that any device which detracts from the seniority prin- 


ciple is unfavorable.-- Philip Kraushaar, Personnel Manager, St. Regis Paper Co., 
Kalamazoo, Michigan. 


* * * 
Our local unions object to the principle of testing in promotions because results 


frequently conflict with their ideas of promotion by seniority.--Industrial Relations 
Manager, larger midwestern company. 


‘*Hands- off’’ Policy: 





Generally speaking our unions have adopted a more or less ‘‘hands off’’ attitude 
toward tests. They are not willing to endorse these tests, but generally speaking, 
they do not oppose them. They feel, however, perfectly free to object to the adminis- 
tration of tests after employment -- especially proficiency tests or tests for pro- 
motion -- and sometimes their objections are not without validity.--Industrial Rela- 
tions Manager, larger southern company. 

x x x 

We have found the union to be occasionally inquisitive, but never belligerent.-- 

R. G. MacDonald, Industrial Relations Director, The Heil Co., Milwaukee, Wisconsin. 


Attitude of Persons Tested 





The great majority of job applicants do not resist psychological testing, according to 
Panel members. Personnel executives in companies with test programs find a noticeable 


amount of test resistance in only about 5 percent of larger companies and 25 percent of 
smaller companies. 


In general, tests are not resisted when their purpose has been clearly explained to those 
taking them. The most resistance to tests, personnel executives note, is likely to be en- 
countered among older candidates and applicants with limited education. 


Typical comments of Panel members on this problem follow: 


When properly presented it has been my experience that applicants welcome 
testing.-- John R. Thomas, Personnel Director, Delta Finishing Division, J. P. 
Stevens, Inc., Wallace, S. C. 

* * x 

Although apprehensive, job candidates take the tests willingly.-- John Q. Jennings, 

Industrial Relations Department, The Singer Manufacturing Co., New York, N, Y. 
x * * 

In many cases applicants are glad to cooperate and feel better about selection 
after test results are evaluated.--Superintendent of Personnel, larger southern 
company. 

* * * 

There is little resistance among people in supervisory, office, and sales positions. 
Where there is resistance it might seem to center in two general groups ~-- older 
applicants, and applicants with limited formal education.--Personnel Administration 
Director, larger eastern company. 

* * 

Only a very small percentage of applicants show any resistance. However, we 
consider that as being a selective process in itself.--Personnel Director, smaller 
eastern company. 


EVALUATION OF PERSONNEL TESTING 


How much weight should be given test results in evaluating a candidate? Panel mem- 
bers are not in agreement on any formula for appraising test results. Whether they have 
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testing programs or not, however, they are in agreement on one thing -- namely, that 
psychological testing is but one tool among a number of selection techniques. 





Thus, many personnel executives state that a candidate must achieve a minimum score. 
Once an applicant has surmounted this screening, though, his test performance becomes 


just one of a number of factors to be considered, along with such things as interviews, work 
experience, educational background, and personal history. 


Typical comments by Panel members on the role of personnel testing follow: 


We use test results as one factor in the evaluation of a candidate along with 
personal interview, personality, leadership, and attitude. We consider test results 


equally with the other factors.--Gerald F. Dent, Personnel Director, The Murray 
Mfg. Co., Murray, Ky. 


* Xe * 


We believe the proper place for a testing program is simply as a supplement for 
other selection procedures, of which the interview is the most important. We believe 


tests are a very helpful interviewing aid.--W. Y. Brown, Superintendent of Personnel, 
Celanese Corp. of America, Rome, Ga. 


« aK * 

Tests should comprise one of the important screening devices -~- along with the 
evaluation of the applicants’ previous experience, educational background, manner 
and appearance. Thus, tests are used primarily in determining who not to refer to 
the line organization for possible employment.--C. D. Magruder, Personnel Director, 
Washington Gas Light Company, Washington, D. C. 

* x 7 

Information from tests should be evaluated along with all other information in 
making a decision regarding selection and then placement. We believe in the ‘‘pooled 
information’’ approach rather than the ‘‘hurdle’’ philosophy. Tests are not assigned 
an arbitrary weight.--Homer D. Swander, Assistant Vice President, Michigan Bell 
Telephone Company, Detroit, Michigan. 

“ x * 

The amount of weight given test results in evaluation of a candidate varies accord- 
ing to the experience of the candidate and the job for which he is being considered. 
Test results are but one of the major considerations afforded all candidates.--B. M. 
Walter, Industrial Relations Director, Bendix Aviation Corp., Kansas City, Mo. 

oS x aS 

Tests are not a divining rod. They are a valuable tool in the selection and place- 
ment of personnel. They cannot be substituted for a carefully patterned interview, 
closely checked personal history or the pooled judgment of both employment inter- 
viewers and supervisors. They can, however, point the way for a more searching 
inquiry into the makeup of the applicant. They frequently highlight factors which have 
either been overlooked or have not been considered in their actual significance.-- 
John Meade, Vice President, Fansteel Metallurgical Corporation, North Chicago, Il. 





PREVIOUS PERSONNEL POLICIES FORUM SURVEYS 





Manpower Planning for the Emergency, March, 1951 


Status of First-Line Supervisors (Compensation, Authority, and Benefits 
for Foremen), April, 1951 


Is Management Listening? May, 1951 

Plant Labor-Management Committees, June, 1951 

Recruiting College Graduates, July, 1951 

Employees’ Financial Problems, August, 1951 

Christmas and Year-End Personnel Problems, October, 1951 
Foreman Training, January, 1952 


The Personnel Executive (His Title, Functions, Staff, Salary and Status), 
February, 1952 


White-Collar Office Workers (Their Working Conditions, Benefits and 
Status), April, 1952 


Executive Development, May, 1952 
Building Employee Morale, July, 1952 
Choosing Better Foremen, August, 1952 
Supervisory Merit- Rating, September, 1952 


Communications to Employees, November, 1952 


Fringe Benefits for Supervisors, January, 1953 


The Personnel-Industrial Relations Function, March, 1953 


Community Relations, August, 1953 
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